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AGREEMENTBET~EN
LYNCOURT UNION FREE SCHOOL DISTRICT AT SALINA
Agreement between the Lyncourt Union Free School District at Salina, hereinafter referred to as
the District, and the Lyncourt Teachers' Association, hereinafter referred to as the Association.
ARTICLE I
DEFINITION OF TERMS
A. Administration shall mean the Superintendent of Schools, the School Business
Administrator and the Principal.
B. Board shall mean the Board of Education of the Lyncourt School District.
C. Teacher shall mean all personnel certified by the State Education Department as teachers
excluding administrative and supervisory personnel.
D. Teaching Assistant shall mean all personnel certified by the State Education Department as
Teaching Assistants.
E. School Nurse shall mean personnel employed in that job title in the Classified Civil
Service.
F. Emolovee when used herein shall mean School Nurse, Teacher, and Teaching Assistant.
G. Fiscal Year shall be the period July 1 through June 30.
H. Academic year shall be the period September 1 through June 30.
I. Association shall mean Lyncourt Teachers' Association.
J. District shall mean Lyncourt Union Free School District at Salina.
K. Semester: 1st semester ends on Friday of Regents week in January.
ARTICLE II
RECOGNITION
The District agrees to recognize the Association as the sole collective bargaining agent for the
School Nurses and those employed as Professional Teachers and Teaching Assistants, with the
exception of the Superintendent of Schools, the School Business Administrator and the Principal.
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ARTICLE III
DISCRIMINATION AND COERCION
Neither the District nor any of its representatives shall discriminate against any Employee
because such Employee is a member, officer or representative of the Association, nor will the
District discriminate against any Employee in the payment of wages, assignment of jobs,
promotion, discipline, discharge or any other term or condition of employment because of race,
creed, color, religion, marital status, sex, age, sexual orientation, or national origin.
Neither the Association nor its officers or members will discriminate against, coerce or
intimidate any Employee because of membership or non-membership in the Association, or
because of race, creed, color, religion, marital status, sex, age or national origin.
ARTICLE IV
ISSUES OF GENERAL APPLICATION
All provisions and applications under this Agreement shall be in full force and effect unless
found to be contrary to law.
Copies of this Agreement shall be given to all Employees now employed by the District at
District expense within thirty (30) days after final signing of this Agreement. All Employees
hereafter employed by the District shall be given a copy of this Agreement at the time the
individual signs a probationary appointment notice.
ARTICLE V
LEGISLATIVE APPROVAL
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISIONS OF THIS
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE
ADDITIONAL FUNDS THEREFOR, SHALL NOT BECOME EFFECTIVE UNTIL THE
APPROPRIATE BODY HAS GIVEN APPROVAL.
ARTICLE VI
BOARD OF EDUCATION POLICIES
All Board of Education policies affecting terms and conditions of employment which were
effective on September 1, 1967 and are not amended, altered, or nullified by state law or by
subsequent Board of Education action shall remain in effect during the term of this Agreement.
One copy of the Board of Education policies will be furnished to the President of the
Association.
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ARTICLE VII
LENGTH OF DAY
Each Employee will be required to perfonn assigned duties for seven and one-quarter hours per
day.
A full time teacher shall instruct no more than six classes per day. Each employee shall receive
no less than thirty minutes for a duty free daily lunch period. Teachers shall receive planning
periods in accordance with Article XX; other unit employees shall receive an equivalent amount
of duty free time within the workday. The twenty-minute period before homeroom shall
generally be unassigned time, self-directed by employees. However, one such period each week
may be encumbered for an occasional meeting, e.g. parent conference or I.E.P. meeting. The
thirty minute period at the end of each work day may be utilized no more than three times per
week in grades K-5, and four times a week in grades 6-8 for extra student help or meetings; on
the other days, there shall be unassigned time.
Teachers will be expected to attend up to three evening functions per year, of which no more
than two may be parent-teacher conferences. When the evening event is a parent-teacher
conference, teachers will be given one-half day of compensatory time on the day the parent-
teacher conferences are scheduled. Parent-teacher conferences will not be scheduled on more
than one evening in any single semester.
Teaching Assistants and Nurses will be expected to attend one evening function per year.
Nonnally, such events will be in the school calendar to be distributed to all staff at the beginning
of each school year. In any case, employees will be given notice of an evening event not less
than thirty (30) calendar days in advance.
ARTICLE VIII
SALARY PAYMENT
The first salary installment will be paid on the first or second Friday in September, mutually
detennined by the Superintendent and Association President. Subsequent installments will be on
alternate Fridays throughout the year.
Employees may request the District to withhold part of their salary until June. Under this plan,
the annual salary will be divided by approximately twenty-six.' The final check in June will be
for the remainder of the Employee's salary.
Requests for salary withholding must be submitted in writing to the PaYroll Clerk no later than
August 1. (This requirement is waived for Employees hired after August 1.)
Checks must be cashed within thirty days after the check date.
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ARTICLE IX
INSURANCE
A. Health Insurance
Employees are eligible to participate in the Blue Cross-Blue Shield and Major Medical
Plan (Regionwide Select Blue). The prescription drug card co-payment rates shall be $5
generic, $10 brand name (or actual cost, if less); plus $0 mail order.
Individual Plan -95% by the District and 5% by the Employee.
Dependent Plan - 85% by the District and 15% by the Employee.
B. Health Insurance Retirement Plan 1
Health insurance benefits for retirees shall be as follows:
Retirees prior to July 1. 1985
District will pay 50% for Individual
District will pay 35% for Dependent
All Retirees after 1985 who have fewer than 175 sick days
Those with fewer than 175 days shall share the premium cost. The District will pay 50% for
individual and 50% for family coverage. The retiree shall pay the other half of the cost;
however, the retiree's share shall be reduced by an amount equal to the number of accumulated
sick days multiplied by the substitute per diem pay. Such reduction shall occur for a maximum
of five years or until the retiree reaches the age of 65 or otherwise qualifies for Medicare, after
which the retiree may continue to participate in the shared cost plan as specified above.
Retirees after Julv 1. 1985 and on or before June 30. 2003 who have 175 sick days or more
An employee who retires from the Lyncourt School will receive health insurance, paid up at
100% of the cost of the premium, for the remainder of his/her life, providing he/she has a
minimum balance of 175 accumulated sick days. In case an employee has a serious accident or
suffers a catastrophic illness and the previously accumulated 175 days is diminished below 175
days, that employee will remain eligible for paid-up insurance.
Retirees on or after July 1.2003 who have 175 sick days or more
For all bargaining unit members who retire on or after July 1, 2003, and who have 175 or more
sick days as of the date of retirement or who had accumulated 175 days or more but suffer a
serious or catastrophic illness or accident so that some of the 175 days had to be used, cost-
sharing for both individual and family coverage will be 95% for the District, 5% for the retiree.
I Refer to the Insurance Regulations, Appendix H, for more information.
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C. Insurance in the event of the death of an active employee or a retiree:
In the event of the death of an active or retired employee who is enrolled in the health insurance
plan, the surviving dependent(s) of such person may continue in the plan for the next six full
months following the month of death without cost to the dependent. After the six-month period,
the dependent(s) may continue in the plan for life by paying the full cost of the premium at the
group rate.
D. Dental Insurance
1. The District will pay the following amounts per year for a dental insurance plan
which has been mutually selected by the District and the Association.
Employee
Family
2002-2003
$ 350
$ 695
2003-2004
$ 365
$ 730
2004-2005
$ 380
$ 765
11. Dental insurance shall be available under COBRA for retirees.
E. Flexible Spendine: Account
The District shall provide and pay the administrative cost for all unit employees with the
opportunity to participate in a Flexible Spending Plan as defined by the Internal Revenue
Service. The Flexible Spending Plan shall be instituted in February 2001. The plan year shall be
from January to December. The plan details, operation, and administrator shall be jointly
determined by the Association and the employer; however, the plan shall provide for
reimbursement of the employee's share of health and dental insurance premiums, for medical
expenses paid out of pocket, and for dependent care on a weekly or more frequent basis.
F. Administrative Ree:ulations
Other practices pertaining to health and dental insurance are found as administrative regulations
in Appendix "H" to this Agreement.
ARTICLE X
DUES DEDUCTION
The Association shall certify to the PaYroll Clerk in writing the current rate of its membership
dues and transmit the dues authorization cards to the PaYroll Clerk thirty days prior to the date of
the first dues deduction period.
The initial dues deduction shall be deducted from the second pay check in October. The
remaining dues shall be deducted in equal installments in fifteen consecutive pay periods during
the school year.
The dues so deducted will be transmitted to the Association monthly. The first transmittal shall
be accompanied by a listing of the members for whom deductions have been made and the
amount deducted for each Association member.
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The District shall deduct from the salary of each bargaining unit member who is not a member of
the Association a service fee as a contribution toward the negotiation and administration of the
agreement and the representation for such employee. The service charge, which shall be payable
and forwarded to the Association, will be deducted in accordance with current dues deduction
procedures and shall be an amount equal to the Association regular dues.
Indemnitv
The Association shall create a fully legal and adequate refund procedure for agency fee payers
who object to illegal expenditures, and shall otherwise deal with the agency fee payers and all
funds collected in a lawful and proper manner.
ARTICLE XI
IN-SERVICE CREDIT
A. Teachers, Teaching Assistants, and Nurses shall be eligible for tuition reimbursement for
inservice workshops and short courses. The Superintendent must approve such activities
in advance. (See Appendices A, A-I, A-2, and G.)
B. Unit employees wishing to receive salary credit or payment for an inservice course must
receive prior approval for the course from the Superintendent. Compensation for such
course work will only be made if the time spent at such program occurs outside the
employee's normal work hours.
C. Teachers taking approved inservice course work have the option of receiving one hour's
credit on the salary schedule for every 15 clock hours of a class 1or a one-time payment
for each hour of class attendance at the prevailing teacher inservice hourly rate. (See
Appendix G.)
D. Reimbursement for registration costs and compensation for hours worked beyond school
hours will be provided by the district unless the teacher is applying for credit hour
compensation. All approved training is eligible for reimbursement of registration costs;
however, the District will pay per hour compensation or credit hour compensation, but
not both, for the same activity. Payments for degrees and credit hours shall begin when
the District receives proof from the teacher or the university that the work has been
completed. Such payments are not retroactive.
Other unit employees taking an approved inservice course shall be paid at their own
hourly rate of pay for each hour of attendance which is outside the employee's normal
workday.
E. To receive reimbursements and compensation, the employee shall submit to the District a
certificate of attendance and/or satisfactory completion of the program. In addition, a
reimbursement form with receipts attached shall be submitted.
lOne (1) inservice credit may be granted for less than fifteen (15) clock hours of instruction upon approval of the
Board.
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ARTICLE XII
JOB POSTING
Notice will be posted as Employee vacancies or new Employee positions occur.
ARTICLE XIII
RETIREMENT -PAYOUT OF SICK DAYS
Accumulated sick days in excess of 175 will be paid out at the rate of $42.50 per day per retiring
teacher, teaching assistant, or nurse. To qualify for this payout, the employee must have
completed 10 consecutive years of service at Lyncourt, and must be eligible to retire from the
teachers' or employees' state retirement system.
Payment of accumulated unused sick days will be made to the Section 403-b plan on behalf of
the retiring bargaining unit member, if he/she is eligible for this benefit, within twenty (20)
business days after the effective date of the employee's resignation for retirement purposes.
Provisions for payment will be the same as those in Article XIX.
ARTICLE XIV
LEAVE OF ABSENCE
A. Personal Illness. Phvsical Disabilitv or Illness in Familv
1. Employees will be granted leave for personal or family illness or physical
disability at the rate of seventeen (17) days per year with unlimited accumulation
of such unused days.
2. A doctor's certificate (Form D-4) may be required for such leave of over three (3)
days duration.
3. Information concerning the number of accumulated days will be given to each
bargaining unit member by September 10th of each school year.
4. Sick Leave Balance - A report shall be generated from the MUNIS database at
least once a year. By September 10thof each year, the school administrator shall
inform each Employee in writing of the number of accumulated sick days in each
individual account.
B. Familv Definition
Family includes: father, mother, husband, wife, child, brother, sister, grandparent, father
or mother-in law, aunt and uncle. Other cases will be at the discretion of the
Administration.
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C.
D.
E.
Bereavement Leave
1. The Board will grant to all unit employees up to five (5) days special leave in the
event of each occurrence of a death in the family. Family includes: father,
mother, husband, wife, child, brother, sister, grandparent, father or mother-in-law,
aunt, and uncle. Other cases will be at the discretion of the Administration. This
is neither personal sick leave nor is it a deduction from accumulated sick leave.
2. In extraordinary situations, the Superintendent may, upon written application and
discussion with the bargaining unit employee, grant additional days of
bereavement leave.
Personal Leave
1. The Board will grant to all bargaining unit employees, three (3) days leave to
conduct pressing business that cannot be conducted outside of school hours, such
days, if not used, to be added to accumulated sick leave. Personal leave is not to
be used for recreational interests. Except in cases of emergency, three (3) days of
notification will be given when using personal leave. Application for personal
leave should be made to the Superintendent on the Absence Report Request Form.
Ordinarily, no personal leave days shall be granted immediately prior to or
following a vacation period.
2. In extraordinary situations, the Superintendent may, upon written application and
discussion with the bargaining unit employee, grant extra days of personal leave.
Jurv Dutv
The District and the Association recognize that serving on jury duty is a civic duty. To this end,
the following will apply:
F.
1. Any Employee called to jury duty will receive a regular salary check from the
District.
2. If a salary is received from the governmental agency for such jury duty, it will be
turned over to the District via the Payroll Clerk, less receipted "Out of Pocket"
expenses.
3. When not required to be in court for a specific day, it is expected that the
Employee will notify the Administration at the earliest possible time and will
carry on with regular duties for that entire day.
Militarv Service
All employees engaged in the performance of military duty under proper orders shall be
granted all benefits guaranteed under the law.
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G. Sabbatical Leave
H.
1. The District will permit no more than one Teacher per year to take a sabbatical
leave. This leave may be either one semester at full pay, or a full school year at
half pay. The Teacher will be paid at regular paYroll periods.
2. To be eligible for sabbatical leave, the Teacher shall be fully certified and have at
least seven years consecutive experience in the school district.
3. Time spent on leave will be considered service in the District for salary purpose.
4. The Teacher will agree in writing to return and teach in the District for at least
one year after or return all salary received during the leave.
5. Applications for sabbatical leave shall be submitted for approval to the
Administration no later than March 1.
6. In the event of more than one application of equal merit, seniority will be the
determining factor in the selection of the recipient.
7. Within three months after leave is terminated, a detailed report will be submitted
to the Administration in writing.
8. Reason for rejection of any application will be given in writing.
Other Leaves of Absence
1. A leave of absence without pay may be granted to a bargaining unit member, on
the recommendation of the Superintendent and the approval of the Board of
Education, for a period not to exceed two school years.
2. If an Employee is planning to return to work at the beginning of either semester,
the Employee will so inform the Administration in writing by March 1st for a
return to work the followingSeptember;or by September 1st for a return to work
at the beginning of the second semester.
a. On the succeeding step if the Teacher completed half or more of the last
year of teaching.
b. On the same step if the Teacher completed less than half of the last year of
teaching.
3. Upon return from leave, all previously accrued benefits and rights, including
tenure, shall be credited and recognized. Probationary employees will be credited
toward the completion of their probationary period with all time worked prior to
going on leave.
Lyncourt Teachers 2002-2005 Page 9
I. Disabilitv
There shall be a guaranteed leave of absence up to 2 years after all paid sick leave, including use
of the sick leave bank, is exhausted, for any disability which is total and lasts for at least three (3)
continuous months. During such a leave of absence, a waiver of health insurance premiums shall
apply when the following conditions are met:
J.
1. For work-related disabilities, Health Insurance shall be paid in full (100% of
premium) by the District for up to six (6) months of unpaid leave after income
from salary and accumulated sick leave, and insurance benefits from the 12 weeks
of Family and Medical Leave, have been exhausted. After these six months have
elapsed, the employee, if still on unpaid leave, may remain in the insurance plan
by paYing 100% of the premium.
2. To be eligible for this waiver of premium, the employee must have kept coverage
in effect by direct payments of the premium during the period he or she is off the
paYfoll and before the waiver of premium begins.
3. An employee on work-related disability leave may remain in the dental insurance
plan by paYing 100% of the premium at the group rate, following exhaustion of
FMLA leave.
4. For disabilities which are not work-related, Health and Dental Insurance shall
remain available to the employee on unpaid leave. The employee shall pay 100%
of the premium at the group rate following exhaustion of FMLA leave.
Familv and Medical Leave
1. In accordance with the applicable provisions of the Family and Medical Leave
Act of 1993 ("FMLA"), eligible unit members shall be entitled to up to twelve
(12) weeks (60 work days) of unpaid leave for FMLA approved absences per
fiscal year (July 1 -June 30).
2. To be eligible for FMLA leave an employee must have worked for Lyncourt
Union Free School District for at least 12 months and at least 1,250 hours during
the 12 months immediately preceding commencement of leave. Full-time
teachers with one (1) school year of service are deemed eligible under this
section.
3. Eligible employees wishing to take FMLA leave must make application for such
leave, in advance (30 days where possible, or as soon thereafter as the employee
becomes aware of the need for such leave), on a form available from the Lyncourt
Union Free School District office.
4. An employee granted FMLA leave will continue to be covered under Lyncourt
Union Free School District's group health plan and dental insurance plans, under
the same conditions as coverage would have been provided if the employee had
been continuously employed during the leave period. The employee will be
responsible for paYing their portion of the applicable premium rate(s).
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K.
L.
5. When an employee requests FMLA leave, the District will first determine whether
the employee is eligible for FMLA leave under paragraph 2 of this section. Then
the District will look back to the preceding July 1; absences, if any, of four (4) or
more consecutive days for personal illness (paid or unpaid) and any previous
FMLA leave occurring from July 1 to the effective date of the current FMLA
leave will be subtracted from the twelve-week entitlement. The employee will
then be granted the remainder of the twelve weeks for the requested leave. If the
requested leave is for the employee's own serious health condition, paid sick
leave shall run concurrently with the FMLA leave. Employees who have other
applicable paid leave credits (i.e. personal and family illness leaves) may, at the
employee's option, apply such paid leave time against their FMLA leave and such
paid leave shall run concurrently with and be a part of the FMLA absence.
6. Except as otherwise provided for herein, FMLA leave shall be subject to and
governed by the applicable statute.
Child Rearin2 Leave
1. A leave of absence without pay will be granted to a unit employee in the District for
a period not to exceed two school years for purposes of child care at the time of
birth or adoption.
2. If a unit employee initially requests one year and subsequently requests a second
year, such unit employee will give written notice to the District of this intent at
least 90 calendar days prior to the expiration of the first year's leave of absence.
3. Unit employees who qualify for FMLA leave benefits may utilize such FLMA
leave time by itself or in combination with the District's unpaid leave benefit, but
the total leave time is not to exceed the maximum two-year limit.
Association Davs
The Association may use up to four days each year for Association business.
ARTICLE XV
UNAUTHORIZED ABSENCE
An Employee who has an unauthorized absence will not be paid for such absence.
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ARTICLE XVI
PROCEDURE FOR EVALUATION
A. Although evaluation of employees is necessary as an aid to the Board in determining
continued employment, its main purpose is to help improve instruction for both
probationary and tenured personnel. The Administration will, by observation and
evaluation, give recognition to excellent teaching performance, identify areas where
improvement is necessary and make good faith efforts, through direction and assistance,
to help employees attain a high level of proficiency.
B. For the purpose of evaluation, probationary Teachers and Teaching Assistants should be
observed by the Administration (principal and/or his/her designee) a minimum of three
(3) times each year, and tenured Teachers and Teaching Assistants at least once a year.
c. During the year, the Superintendent and/or Building Principal, will conduct announced
and unannounced observations. For announced observations, (at least 30 minutes), the
Teacher or Teaching Assistant or the observer may request a pre-conference which then
must occur at a mutually agreeable time not to exceed one planning period. During the
observation, the observer will collect data relative to the lesson being presented. Within
one week the observer and the Teacher or Teaching Assistant will meet in a post-
conference. The Administration, at the time of each conference, will provide the Teacher
or Teaching Assistant with a copy of any written evaluation to be used for discussion
purposes during the conference. Both Teacher or Teaching Assistant and Administrator
must sign each written statement as an indication of the familiarity with the contents of
the evaluation. However, the Teacher's or Teaching Assistant's signature will in no way
indicate agreement with the contents thereof. Teachers or Teaching Assistants not in
agreement with the evaluation may state their objections in writing, date and sign the
sheet on which the objections are recorded, and that sheet will be attached to and remain
with the District's evaluation sheet.
D. School Nurses will be evaluated a minimum of once each year. Nurses will be evaluated
by means of a narrative. Nurses will be evaluated in accordance with standards and
criteria of which they are informed in advance. Each Nurse is encouraged to submit an
annual report to be made a part of his or her evaluation.
E. Each Employee will have the right, in the presence of the Administration, to review the
contents of his/her complete personnel file, with the exception of confidential
recommendations. An Employee will be entitled to have a representative of the
Association accompany him/her during such review. With the exception of confidential
recommendations, an employee shall receive a copy of all entries made in his/her
personnel folder.
F. No member of the bargaining unit shall be disciplined, reduced in rank or compensation
or deprived of any professional advantage except for just cause.
G. Forms for evaluation of Teachers and Teaching Assistants are found at Appendix E and
Appendix F.
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ARTICLE XVII
GRIEVANCE PROCEDURE
SECTION 1. Purpose
The grievance procedure established by this Article shall be used for the purpose of orderly
negotiation between the parties concerning all claims, disputes, or other matters subject to
collective bargaining between the parties during the term of this Agreement, whether or not such
claims, disputes, or other matters involve the interpretation or application of this Agreement.
SECTION 2. Definitions
2.1
2.2
2.3
2.4
2.5
2.6
2.7
2.8
A Grievance is a claim by any Employee or group of Employees in the negotiating unit
based upon any event or condition affecting their welfare and/or terms and conditions of
employment including but not limited to, any claimed violation, misinterpretation,
misapplication or inequitable application of law, rules or regulations having the force of
law, this Agreement, policies, rules, by-laws regulations, directions, orders, work rules,
procedures, practices or customs of the Board of Education and Administration.
The term Supervisor shall mean any department chairperson, principal, assistant
principal, immediate superior, or other administrative or supervisory officer responsible
for the area in which an alleged grievance arises except for the chief executive officer.
The Chief Executive Officer is the Superintendent of Schools.
Association shall mean the Lyncourt Teachers' Association.
Aggrieved Party shall mean any person or group of persons in the bargaining unit filing a
gnevance.
Party in Interest shall mean the grievance committee of the Association and any party
names in a grievance who is not the aggrieved party.
Grievance Committee is the committee created and constituted by the Lyncourt Teachers'
Association.
Hearing Officers shall mean any individual or board charged with the duty of rendering
decisions at any step of the grievance procedure.
SECTION 3. Procedures
3.1 All grievances shall include the name and position of the aggrieved party, the identity of
the article of this agreement involved in the grievance, the time and place of the events or
conditions causing the grievance, the identity of the party, if any and if known,
responsible for said events or conditions and a general statement of the nature of the
grievance and the redress sought by the aggrieved party.
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3.2
3.3
3.5
3.6
3.7
3.8
3.9
3.10
Except for infonnal decisions at Section 5.1, all decisions shall be rendered in writing at
each step of the grievance procedure and promptly transmitted to the aggrieved party and
the Association.
Grievances affecting groups of employees or system-wide policies may be submitted at
Step 2.
3.4 The preparation and processing of grievances, insofar as practicable, shall be conducted
during the hours of emploYment. All reasonable effort will be made to avoid interruption
of classroom activity and to avoid involvement of students in any phase of the grievance
procedure.
The District and the Association agree to make available any and all material, documents,
communications and records relevant to the alleged grievance.
Except as otherwise provided in Section 5.1, an aggrieved party and any party in interest
shall have the right at all steps of a grievance to confront and cross examine all witnesses
called against the individual, to testify on and to call witnesses on behalf of the
individual, and be furnished with a copy of any minutes of the proceedings made at each
and every step of this procedure.
Fonns for filing grievances, serving notices, taking appeals, making reports,
recommendations and other necessary documents will be jointly developed by the
District and the Association. The Chief Executive Officer shall have them printed and
distributed.
All documents, communications, and records dealing with the processing of a grievance
shall be filed separately from the personnel files of the participants.
Nothing contained in this Article will be construed as limiting the right of any employee
having a grievance to discuss the matter infonnally with any appropriate member of the
Administration and having the grievance infonnally adjusted without intervention of the
Association, provided the adjustment is not inconsistent with the tenns of this agreement
and the Association has been given an opportunity to be present at such adjustment and to
state its view on the grievance. In the event that any grievance is adjusted without fonnal
detennination, pursuant to this procedure, while such adjustment shall be binding upon
the aggrieved party and shall, in all respects, be final, said adjustment shall not create a
precedent or ruling binding upon either of the parties to this agreement in future
proceedings.
The Chief Executive Officer shall be responsible for accumulating and maintaining an
official grievance record which shall consist of the written grievance, all exhibits,
transcripts, communications, minutes and/or notes of testimony, as the case may be,
written arguments and briefs considered at all levels other than Step 1 and all written
decisions at all steps. Official minutes will be kept at District expense of all proceedings
in Steps 2, 3 and 4. A copy of such minutes will be made available to the aggrieved party
and the grievance committee, who may, within two days after the conclusion of hearings
at Steps 2, 3 and 4, advise the appropriate Hearing Officer of any errors in said minutes.
Any such claim of error in the minutes shall become a part of the official grievance
record and the Hearing Officer shall indicate the determination made respecting such
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claimed error. The official grievance record shall be available for inspection and/or
copying by the aggrieved party, the grievance committee and the Board of Education, but
shall not be deemed a public record.
SECTION 4. Time Limits
4.1
4.2
4.3
4.4
Time limits specified in this article for either party may be extended only by mutual
agreement.
No written grievance will be entertained as described below and such grievance will be
deemed waived unless written grievance is forwarded at the first available step within 20
school days after the employee knew or should have known of the act or condition on
which the grievance is based.
If a decision at one step is not appealed to the next step within the time limits specified,
the grievance will be deemed to be discontinued and further appeal under this agreement
shall be barred.
Failure at any step of the grievance procedure to communicate a decision to the aggrieved
party, his representatives and the Association within the specified time limit shall permit
the lodging of an appeal at the next step of the procedure within the time which would
have been allocated had the decision been communicated by the final day.
4.5 In the event a grievance is filed on or after June 1, upon request by the aggrieved party,
the time limits set forth herein will be reduced prorata so that the grievance procedure
may be exhausted prior to the end of the school term or as soon thereafter as it is
possible.
SECTION S. Steps of the Grievance Procedure
5.1 SteD 1 - An employee having a grievance will discuss it with his supervisor, either
directly or through a representative, with the objective of resolving the matter informally.
The supervisor will confer with all parties of interest, but in arriving at his/her decision,
will not consider any material or statements offered by or on behalf of any such party in
interest with whom consultation has been had without the aggrieved party or his
representative present. If the aggrieved party submits the grievance through a
representative, the aggrieved party may be present during the discussion of the grievance.
5.2 SteD 2 - If the grievance committee determines that the aggrieved party has a meritorious
grievance, then it will file a written appeal of the decision rendered at Step 1 with the
Chief Executive Officer within 20 school days after the aggrieved party has received such
written decision. Copies of the written decision at Step 1 shall be submitted with the
appeal.
Within 2 school days after receipt of the appeal, the Chief Executive Officer, or his/her
duly authorized representative, shall hold a hearing with the aggrieved party and the
grievance committee or its representative and all other parties in interest.
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5.3
5.4
The Chief Executive Officer shall render a decision in writing to the aggrieved party, the
grievance committee and its representative within 5 school days after the conclusion of
the hearing.
SteD 3 - If the aggrieved party and the Association are not satisfied with the decision at
Step 2, the grievance committee will file an appeal in writing with the Board of
Education within 15 school days after receiving the decision at Step 2. The official
grievance record maintained by the Chief Executive Officer shall be available for the use
of the Board of Education.
Within 10 school days after receipt of an appeal, the Board of Education shall hold a
hearing on the grievance. The hearing shall be conducted in executive session.
Within 5 school days after the conclusion of the hearing, the Board of Education shall
render a decision, in writing, on the grievance.
SteD4 -After such hearing, if the aggrieved party and/or Association are not satisfied
with the decision at Step 3, and the Association detennines that the grievance is
meritorious and that appealing it is in the best interests of the school system, it may
submit the grievance to arbitration by written notice to the Board of Education within 15
school days of the decision at Step 3.
Within 5 school days after such written notice of submission to arbitration, the Board of
Education and the Association will agree upon a mutually acceptable arbitrator
competent in the area of the grievance, and will obtain a commitment from said arbitrator
to serve. If the parties are unable to agree upon an arbitrator or to obtain such a
commitment within the specified time, a request for a list of arbitrators will be made to
the American Arbitration Association by either party. The parties will then be bound by
the rules and procedures of the American Arbitration Association in the selection of an
arbitrator.
The selected arbitrator will hear the matter promptly and will issue his decision not later
than 14 calendar days from the date of the close of the hearing or, if oral hearing has been
waived, then from the date the final statements and proofs are submitted to him. The
arbitrator's decision will be in writing and will set forth his findings of fact, reasoning
and conclusion on the issues.
The arbitrator shall have no power or authority to make any decisions which requires the
commission of an act prohibited by the tenns of this agreement.
The decision of the arbitrator shall be final and binding upon all parties.
The costs for the services of the arbitrator, including expenses, if any, will be borne
equally by the District and the Association.
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ARTICLE XVIII
NEGOTIATION PROCEDURES
1. Either party wishing to amend this agreement in any way concerned with salaries, wages,
hours and other terms and conditions of employment shall inform the other party of that
intent in writing between November 1 and January 15 of the year prior to the expiration
of the contract.
2. A date will be mutually set to commence bargaining. At this first session, ground rules
will be set and there will be a mutual exchange of proposals.
3. Neither party in any negotiations shall have any control over the selection of the
representatives of the other party and each party may select its representatives from
within the recognized negotiating groups of the District. While no final agreement shall
be executed without ratification by the Association and the District, the parties mutually
pledge that their representatives will be clothed with necessary power and authority to
make proposals, consider proposals, and reach compromises in the course of negotiations.
4. Resource persons will be permitted to represent either group. (No more that 5 members
per team.)
ARTICLE XIX
RETIREMENT INCENTIVE
The District agrees to make a non-elective employer Section 403-b contribution in the amount of
$18,000 to a teacher who retires in hislher first year of eligibility.
Qualifications
To be eligible for this retirement incentive, a teacher must have completed ten
(10) years of teaching in the LYncourt School District, and must have, by the
effective date of retirement, reached the age at which he/she may retire without
any reduction in pension under the rules of New York State Teachers' Retirement
System, and must have twenty (20) years of credited service with the New York
State Teachers Retirement System.
Notice Reauirements
Retirement and eligibility for the retirement incentive will be permitted after the
first semester as well as the end of a school year.
i) Notice of Intention to Retire A teacher considering retirement must
submit written notification to the Superintendent eighteen (18) months in
advance of hislher intended retirement date.
ii) Irrevocable Letter of Resignation Each eligible teacher must submit an
irrevocable letter of resignation to the District at least six (6) months
before the effective date of retirement.
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iii)
Payment
i)
Disabilitv - If, subsequent to the 6-month deadline for the irrevocable
letter of resignation, an otherwise eligible teacher shall become wholly or
continually disabled and prevented from performing hislher duties, and if
this teacher notifies the District of such disability within one month of its
occurrence, the teacher may submit an irrevocable letter of resignation
together with proof of disability. The effective date of the disabled
teacher's retirement shall be no later than the last day of the month
following that in which disability occurs.
This section is intended only to permit an otherwise eligible, but disabled,
teacher an opportunity to submit an irrevocable letter of resignation
subsequent to the normal dates as specified above.
Payment shall be made solely as a non-elective employer contribution on
behalf of the retiring teacher to a Section 403-b plan eligible to receive
employer contributions, subject to the contribution limits outlined in the
United States Internal Revenue Code.
ii) The plan to be utilized for this purpose shall be the NYSUT endorsed
"Opportunity Plus" 403(b)(1) program provided by ING.
iii) The retirement incentive payment will be paid to the Section 403-b plan
within twenty (20) business days after the effective date of the teacher's
resignation for retirement purposes.
iv) Each teacher who is to receive this retirement incentive and/or the Article
xm payment for accumulated sick days shall file with the District Office
a signed copy of the "Hold Harmless Agreement", Appendix J.
v) In the event that the total dollar amount of-such contributions exceeds
allowable limits set out in the Internal Revenue Code or its rules and
regulations, the District agrees to pay the excess amount as compensation
to the teacher. This payment will be made within twenty (20) business
days after the effective date of the teacher's resignation for retirement
purposes.
Lyncourt Teachers 2002-2005 Page J8
ARTICLE XX
PLANNING PERIODS
I
I
Each teacher, full or part-time, will be scheduled for at least one duty free planning period each
day. A part time teacher's planning period will be commensurate with their full time equivalent.
In an emergency situation, it may be necessary to reschedule a teacher during all or part of their
planning period.
ARTICLE XXI
PAYROLL DEDUCTIONS
The District shall, upon receipt of a properly signed Payroll Deduction Authorization Form,
deduct the amount so specified by the employee for deduction to:
1.
2.
3.
4.
5.
Credit Union
United Way
NYSUT Benefit Trust
Tax Sheltered Annuities
VOTE/COPE
ARTICLE XXII
WORKER'S COMPENSATION
All members of the bargaining unit are covered under the New York State Worker's
Compensation Law.
ARTICLE XXIII
NOTIFICATION OF ASSIGNMENT
Bargaining unit members will be notified in writing by June 15 of each year of their assignment
for the next school year. If after that date, but no later than August 1, a change becomes
necessary, if possible, the affected bargaining unit member(s) will be notified immediately in
writing.
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ARTICLE XXIV
DURATION, MODIFICATION AND TERMINATION
SECTION I -Duration
This agreement shall be effective as of July 1, 2002, and shall continue in full force and effective
through June 30, 2005, and from year to year thereafter unless modified or terminated.
SECTION II - Modification and Termination
This agreement may be modified upon request by either the District or the Association when any
items do not concur with 75% of the districts throughout Onondaga County (excluding City of
SYracuse and BOCES).
In WITNESS THEREOF, the parties have here unto affixed their names this day of
~
8'/ OZ~~ .
District Association
by_J/l/~-
President
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lAPPENDIX A
TEACHERS SALARY SCHEDULE
Section I -Salaries
1.1 The salary schedules for the 2002-2003, 2003-2004, and 2004-2005 school years are
attached and are hereby made part of this agreement. A teacher on a step of the salary
schedule shall move to the next step of the new salary schedule for the following school
year .
1.2 In 2002-2003, teachers shall have their previous year's (2001-2002) total salary (base
plus credit hours, degree stipends, and longevities) increased by four and one-quarter
percent (4.25%).
In 2003-2004, teachers shall have their previous year's (2002-2003) total salary (base
plus credit hours, degree stipends, and longevities) increased by four and one-quarter
percent (4.25%).
1.3
1.4 In 2004-2005, teachers shall have their previous year's (2003-2004) total salary (base
plus credit hours, degree stipends, and longevities) increased by four and one-quarter
percent (4.25%).
1.5 The above increases shall apply to both those teachers on the salary schedule and those
off schedule.
1.6 All salary is prorated for part-time employees in accordance with their full-time
equivalency.
Section II -Credit Hours
2.1 Credit Hour Compensation
As bargaining unit members take additional credit hours, they will be compensated for
those credit hours in blocks of six hours at the credit hour rate in effect at the time as
reflected on the salary schedules and noted below:
2002-2003: $105 for 1 credit, $630 for 6 credits
2003-2004: $110 for 1credit, $660 for 6 credits
2004-2005: $115 for 1credit, $690 for 6 credits
A teacher off schedule shall have the additional credit hour compensation added to his/her total
salary.
2.2 Credit Hour Rules
2.2.1 The Lyncourt School District will not pay on the salary schedule for any graduate
hours over and above sixty (60) graduate hours above the Bachelor's degree.
2.2.2 Effective July 1, 1993, salary schedule credit hours will increase to 66 hours for
hours acquired after July 1, 1993.
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2.2.3 Effective July 1, 2002, salary schedules will have a column added for B+72 credits
for hours acquired after July 1, 2002.
2.2.4 Prior to taking a graduate course for tuition reimbursement, a bargaining unit
member must have prior approval, on the Tuition Reimbursement Fonn, by the
Superintendent. (See Appendix G.)
2.2.5 Any bargaining unit member who has fewer than 60 approved graduate hours in
1992-93, 66 in 1993-94, or 72 in 2002-03 and after, may elect payment for graduate
hours by either of these methods:
(a) Tuition Reimbursement -Upon successful completion of any approved
graduate course, the teacher shall be reimbursed by the District for the actual
cost to himlher of the course's tuition. To receive reimbursement, the teacher
shall submit to the District a record of satisfactory completion of the course
(transcript) and shall submit to the District a reimbursement fonn with proper
receipts attached.
or
(b) Elect to receive payment on the salary schedule.
2.2.6 Any bargaining unit member who has 72 graduate hours may receive tuition
reimbursement for courses related to their teaching assignment by following 2.2.5
(a) above.
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Section ill - Stipends
3.1 Degrees
Teachers holding the following degrees shall be additionally compensated with the
following stipends:
Masters Degree
Doctorate
2002-2003
$1,062
$1,409
2003-2004
$1,107
$1,469
2004-2005
$1,154
$1,531
Once off schedule, the degree stipend(s) shall become part of the teacher's total salary.
3.2 Longevities
Those teachers with the following years of credited service in the Lyncourt School
District shall receive the following additional amounts added to their compensation. The
longevity increments are cumulative. Once the stipend is granted, it becomes part of the
teacher's total salary.
after nineteen (19) years
after twenty-four (24) years
after twenty-nine (29) years
$526
$788 (total $1,314)
$1,051 (total $ 2,365)
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Step 8 8+6 8+12 8+18 8+24 8+30 8+36 8+42 8+48 8+54 8+60 8+66 8+72 Step
1 $33,331 $33,961 $34,592 $35,222 $35,852 $36,483 $37,113 $37,743 $38,374 $39,004 $39,634 $40,264 $40,895 1
2 $33,903 $34,533 $35,164 $35,794 $36,424 $37,055 $37,685 $38,315 $38,946 $39,576 $40,206 $40,837 $41,467 2
3 $34,502 $35,133 $35,763 $36,393 $37,024 $37,654 $38,284 $38,915 $39,545 $40,175 $40,805 $41 ,436 $42,066 3
4 $35,123 $35,753 $36,383 $37,014 $37,644 $38,274 $38,905 $39,535 $40,165 $40,796 $41,426 $42,056 $42,687 4
5 $35,515 $36,145 $36,775 $37,405 $38,036 $38,666 $39,296 $39,927 $40,557 $41,187 $41,818 $42,448 $43,078 5
6 $35,934 $36,565 $37,195 $37,825 $38,456 $39,086 $39,716 $40,347 $40,977 $41,607 $42,238 $42,868 $43,498 6
7 $36,354 $36,984 $37,615 $38,245 $38,875 $39,506 $40,136 $40,766 $41 ,397 $42,027 $42,657 $43,288 $43,918 7
8 $36,886 $37,516 $38,146 $38,777 $39,407 $40,037 $40,668 $41,298 $41,928 $42,559 $43,189 $43,819 $44,450 8
9 $37,502 $38,132 $38,762 $39,393 $40,023 $40,653 $41,283 $41,914 $42,544 $43,174 $43,805 $44,435 $45,065 9
10 $37,893 $38,524 $39,154 $39,784 $40,415 $41,045 $41,675 $42,306 $42,936 $43,566 $44,197 $44,827 $45,457 10
11 $38,453 $39,083 $39,714 $40,344 $40,974 $41,605 $42,235 $42,865 $43,496 $44,126 $44,756 $45,387 $46,017 11
12 $39,035 $39,666 $40,296 $40,926 $41,556 $42,187 $42,817 $43,447 $44,078 $44,708 $45,338 $45,969 $46,599 12
13 $39,617 $40,248 $40,878 $41,508 $42,139 $42,769 $43,399 $44,030 $44,660 $45,290 $45,920 $46,551 $47,181 13
14 $40,317 $40,947 $41,578 $42,208 $42,838 $43,469 $44,099 $44,729 $45,360 $45,990 $46,620 $47,250 $47,881 14
15 $41,017 $41,647 $42,277 $42,908 $43,538 $44,168 $44,799 $45,429 $46,059 $46,689 $47,320 $47,950 $48,580 15
16 $41,912 $42,543 $43,173 $43,803 $44,433 $45,064 $45,694 $46,324 $46,955 $47,585 $48,215 $48,846 $49,476 16
LYNCOURTSCHOOL
SALARY SCHEDULE
2002-2003
Masters
Doctorate
$1,062
$1,409
Credits: $105 per hour
$6306 hours
Longevities: $526 After 19 years
$788 After 24 years
$1,051 After 29 years
P~ge 24
Step 8 8+6 8+12 8+18 8+24 8+30 8+36 8+42 8+48 8+54 8+60 8+66 8+72 Step
1 $34,175 $34,835 $35,495 $36,156 $36,816 $37,476 $38,136 $38,796 $39,456 $40,116 $40,776 $41,436 $42,097 1
2 $34,748 $35,408 $36,068 $36,728 $37,388 $38,048 $38,708 $39,368 $40,028 $40,689 $41 ,349 $42,009 $42,669 2
3 $35,344 $36,004 $36,664 $37,324 $37,984 $38,644 $39,305 $39,965 $40,625 $41,285 $41,945 $42,605 $43,265 3
4 $35,969 $36,629 $37,289 $37,949 $38,609 $39,269 $39,929 $40,589 $41,250 $41,910 $42,570 $43,230 $43,890 4
5 $36,615 $37,276 $37,936 $38,596 $39,256 $39,916 $40,576 $41,236 $41,896 $42,556 $43,217 $43,877 $44,537 5
6 $37,024 $37,684 $38,344 $39,004 $39,664 $40,324 $40,985 $41,645 $42,305 $42,965 $43,625 $44,285 $44,945 6
7 $37,462 $38,122 $38,782 $39,442 $40,102 $40,762 $41,422 $42,082 $42,742 $43,402 $44,063 $44,723 $45,383 7
8 $37,899 $38,559 $39,219 $39,879 $40,540 $41,200 $41,860 $42,520 $43,180 $43,840 $44,500 $45,160 $45,820 8
9 $38,454 $39,114 $39,774 $40,434 $41,094 $41,754 $42,414 $43,074 $43,734 $44,394 $45,055 $45,715 $46,375 9
10 $39,095 $39,755 $40,416 $41,076 $41 ,736 $42,396 $43,056 $43,716 $44,376 $45,036 $45,696 $46,357 $47,017 10
11 $39,504 $40,164 $40,824 $41,484 $42,144 $42,804 $43,464 $44,125 $44,785 $45,445 $46,105 $46,765 $47,425 11
12 $40,087 $40,747 $41,408 $42,068 $42,728 $43,388 $44,048 $44,708 $45,368 $46,028 $46,688 $47,349 $48,009 12
13 $40,694 $41,354 $42,014 $42,675 $43,335 $43,995 $44,655 $45,315 $45,975 $46,635 $47,295 $47,955 $48,615 13
14 $41,301 $41,961 $42,621 $43,281 $43,941 $44,602 $45,262 $45,922 $46,582 $47,242 $47,902 $48,562 $49,222 14
15 $42,030 $42,691 $43,351 $44,011 $44,671 $45,331 $45,991 $46,651 $47,311 $47,971 $48,632 $49,292 $49,952 15
16 $42,760 $43,420 $44,080 $44,740 $45,400 $46,060 $46,720 $47,381 $48,041 $48,701 $49,361 $50,021 $50,681 16
LYNCOURTSCHOOL
SALARYSCHEDULE
2003-2004
Masters
Doctorate
$1,107
$1,469
Credits: $110per hour
$6606 hours
Longevities: $526 After 19 years
$788 After 24 years
$1,051 After 29 years
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Step 8 8+6 8+12 8+18 8+24 8+30 8+36 8+42 8+48 8+54 8+60 8+66 8+72 Step
1 $35,043 $35,048 $35,053 $35,058 $35,063 $35,068 $35,074 $35,079 $35,084 $35,089 $35,094 $35,099 $35,104 1
2 $35,628 $35,633 $35,638 $35,643 $35,648 $35,653 $35,658 $35,664 $35,669 $35,674 $35,679 $35,684 $35,689 2
3 $36,224 $36,229 $36,235 $36,240 $36,245 $36,250 $36,255 $36,260 $36,265 $36,270 $36,276 $36,281 $36,286 3
4 $36,846 $36,851 $36,856 $36,861 $36,867 $36,872 $36,877 $36,882 $36,887 $36,892 $36,897 $36,902 $36,908 4
5 $37,497 $37,502 $37,508 $37,513 $37,518 $37,523 $37,528 $37,533 $37,538 $37,543 $37,549 $37,554 $37,559 5
6 $38,172 $38,177 $38,182 $38,187 $38,192 $38,197 $38,202 $38,207 $38,213 $38,218 $38,223 $38,228 $38,233 6
7 $38,597 $38,603 $38,608 $38,613 $38,618 $38,623 $38,628 $38,633 $38,638 $38,644 $38,649 $38,654 $38,659 7
8 $39,054 $39,059 $39,064 $39,069 $39,074 $39,079 $39,084 $39,090 $39,095 $39,100 $39,105 $39,110 $39,115 8
9 $39,510 $39,515 $39,520 $39,525 $39,530 $39,536 $39,541 $39,546 $39,551 $39,556 $39,561 $39,566 $39,571 9
10 $40,088 $40,093 $40,098 $40,103 $40,108 $40,113 $40,119 $40,124 $40,129 $40,134 $40,139 $40,144 $40,149 10
11 $40,757 $40,762 $40,767 $40,772 $40,777 $40,783 $40,788 $40,793 $40,798 $40,803 $40,808 $40,813 $40,818 11
12 $41 ,183 $41,188 $41,193 $41,198 $41,203 $41,208 $41,214 $41 ,219 $41 ,224 $41,229 $41,234 $41,239 $41,244 12
13 $41,791 $41,796 $41,801 $41,806 $41,812 $41,817 $41,822 $41,827 $41,832 $41,837 $41,842 -$41,847 $41,853 13
14 $42,424 $42,429 $42,434 $42,439 $42,444 $42,449 $42,454 $42,460 $42,465 $42,470 $42,475 $42,480 $42,485 14
15 $43,056 $43,061 $43,067 $43,072 $43,077 $43,082 $43,087 $43,092 $43,097 $43,102 $43,108 $43,113 $43,118 15
16 $43,817 $43,822 $43,827 $43,832 $43,837 $43,842 $43,848 $43,853 $43,858 $43,863 $43,868 $43,873 $43,878 16
LYNCOURTSCHOOL
SALARY SCHEDULE
2004-2005
Masters
Doctorate
$1,154
$1,531
Credits: $115per hour
$6906 hours
Longevities: $526 After 19 years
$788 After 24 years
$1,051 After 29 years
Pa e 26
2002-03 2003-04 2004-05
4.25% 4.25% 4.25%
4. Inservice Credit
APPENDIX A-I
Compensation for School Nurses
1. Hiring Rate
For the 2002-03 school year, the hiring rate will be $22,800.
For the 2003-04 school year, the hiring rate will be $23,300.
For the 2004-05 school year, the hiring rate will be $23,900.
2. Bachelor's Degree
A nurse with a bachelor's degree shall receive an additional stipend in accordance with the following:
For the 2002-03 school year, the additional stipend will be $701.
For the 2003-04 school year, the additional stipend will be $731.
For the 2004-05 school year, the additional stipend will be $762.
Once the degree stipend is granted, it shall become part of the nurse's total salary.
3. Returning School Nurses
A returning school nurse shall receive the following percentage applied to the previous year's total
salary:
School Nurses are eligible for inservice credit payments at their hourly rate of pay applicable
at the time of the inservice training activity. (See Article XI and Appendix G).
5. Part- Time EmDlovees
All salary is prorated for part-time employees in accordance with their full-time equivalency.
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2002-03 2003-04 2004-05
4.25 % 4.25% 4.25%
4. Inservice Credit
APPENDIX A-2
COMPENSATION FOR TEACHING ASSISTANTS
1. Hiring Rate
For the 2002-03 school year, the hiring rate will be $16,900.
For the 2003-04 school year, the hiring rate will be $17,400.
For the 2004-05 school year, the hiring rate will be $18,000.
2. Degrees
A Teaching Assistant with an associate's degree shall receive an additional stipend in
accordance with the following:
2002-03
$ 350
2003-04
$ 365
2004-05
$381
A Teaching Assistant with a bachelor's degree shall receive an additional stipend in
accordance with the following:
2002-03
$ 701
2003-04
$ 731
2004-05
$ 762
3. Returning Teaching Assistants
A returning Teaching Assistant shall receive the following percentage applied to the
previous year's total salary.
Teaching Assistants are eligible for inservice credit at their hourly rate of pay applicable
at the time of the inservice training activity. (See Article XI and Appendix G.)
5. Tuition Reimbursement
Tuition reimbursement for teaching assistants who take college or graduate-level courses
shall be available for up to 6 credits per year.
6. Part-Time Emplovees
All salary is prorated for part-time employees in accordance with their full-time
equivalency.
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APPENDIX B
Lyncourt Union Free School District
ABSENCE REPORTIRE UEST
DIRECTIONS: In order for this form to be processed correctly, please complete the reauest in its
entirety and give the completed form to your supervisor. Thank you.
Part I:
- Print Last Name Print First Name
I was/will be (circle one) absent from my assignment on the following date
(month/day/year). One day Der form Dlease. unless absences are reauested for
consecutive days.
Part II: Reason for Absence - Please check an appropriate box.
n Employee IDnesslDoctor's
D PersonlEmergency
n Fannly Bereavetrent
n Fannly IllnesslDoctor's
D Jury
r Leave Without Pay
r Religious
r: Vacation
r Conference
r Other (please specii)')
Part III: Len2th of Absence: (jI Full Day (jI ~ day AM LJ ~ day PM
Part IV: Substitute Used: (jI Yes LJJ No
Part V: Shmatures:
Employee Date
Supervisor
LjJApproved (jJ Disapproved
Date
Payroll Clerk initialed:
Initials Date
LJApproved LJDisapproved
Superintendent Date
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All sports are offered at the Modified(7th and 8th grade) levels.
2002-05
Modified Sports, Boys and Girls Step 1 Step 2 Step 3 Step 4 Step 5
Sti pend per year:
Soccer, Boys' $1,600 $1,900 $2,200 $2,500 $2,800
Soccer, Girls' $1,600 $1,900 $2,200 $2,500 $2,800
Volleyball,Girls' $1,600 $1,900 $2,200 $2,500 $2,800
Baseball $1,600 $1,900 $2,200 $2,500 $2,800
Softball $1,600 $1,900 $2,200 $2,500 $2,800
Basketball, Boys' $1,600 $1,900 $2,200 $2,500 $2,800
Basketball, Girls' $1,600 $1,900 $2,200 $2,500 $2,800
Cheerleading $1,600 $1,900 $2,200 $2,500 $2,800
Intramurals, stipend per season: 2002-03 2003-04 2004-05
Fall $788 $822 $857
Winter $788 $822 $857
Spring $788 $822 $857
APPENDIX C
SPORTS, EXTRACURRICULAR ACTIVITIES AND
EXTRA ACADEMIC WORK
A job description will be made available for each extracurricular position and appointments are
subject to annual review. Each position will be approved by the Administration and the Board of
Education.
Extra-curricular activities positions are bargaining unit work. In the event someone trom the
bargaining unit is not interested in assuming the position, the District may seek to fill such position
with an outside candidate. Once the position is assumed by a person outside the unit, it will not again
become available to the bargaining unit until the position is vacated by the incumbent.
1. Each step shall represent one (1) year of experience in the same sport or activity. Each
year, a continuing coach shall move to the next step.
11. Any coach, including the Cheerleading advisor, who worked in 2001-02 and who
returns to the same assignment in 2002-2003 will be advanced to Step 2 of the
coaching salary schedule.
Following is a list of sports and extra-curricular activities:
SPORTS
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Appendix C (cont'd)
ACTIVITIES
Stipend per year: 2002-03 2003-04 2004-05
Athletic Director
A.V. Director
Student Council
Yearbook Advisor
National Junior Honor Society
$6,000
$2,287
$788
$788
$788
$6,255
$2,384
$822
$822
$822
$6,521
$2,485
$857
$857
$857
EXTRA ACADEMIC AND SUPERVISORY WORK
Payment per hour: 2002-03 2003-04 2004-05
Chaperones
Homebound Instruction
Curriculum Writing
Inservice Training, Teachers
Summer School Teaching
$24.26
$25.69
$37.77
$32.37
$25.29
$26.78
$39.38
$33.75
$26.36
$27.92
$41.05
$35.18
1/200 per 6-hr day of each teacher's salary for the fiscal year just beginning
Bargaining unit members involved with curriculum writing or planning which requires professional
skills, knowledge or expertise, shall be compensated for after school or summer work, with prior
approval of the Superintendent at the rates shown above.
Additional extra-curricular activities may be proposed. If approved by the Administration and the
Board, remuneration will be negotiated.
Athletic Director
1. The Athletic Director shall be relieved of any study hall duty.
2. The Athletic Director may be required to work two days during each summer, for
which time he/she will be paid 1/200 of his/her teacher's salary for the applicable year.
The Superintendent, the Principal, and the Athletic Director then will mutually
schedule these workdays.
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APPENDIX D
SICK LEAVE BANK
There shall be established a Sick Leave Bank, the purpose of which is to provide additional sick leave
for bargaining unit members who have exhausted their accumulated sick leave due to extended
illness. The District shall not be liable for any legal proceedings or judgments resulting from the
administration of the Sick Leave Bank. The Association shall administer the procedures of the Bank
in accordance with the following conditions:
1.1
1.2
1.3
1.4
2.1
2.2
2.3
2.4
2.5
All contributions will be voluntary.
All members of the bargaining unit according to contract are eligible to participate.
Each employee enrolling in the bank will donate from 3-5 days of their accumulated sick
leave to a minimum of 80 total days in the bank. No new days will be added except by
new membership or unless the bank falls below eighty days. In the event
additional days are needed to replenish the bank balance, each enrolled member will
donate days to the bank to the minimum of 80.
"New membership" shall mean bargaining unit members newly employed by the District
or those bargaining unit members who have not chosen to contribute to the bank, but later
choose to do so. New members should indicate their desire to join by October 1st of each
school year or within 30 days of hire if newly employed.
Days may be withdrawn from the Bank for the personal extended illness or disability of
the enrollee.
The applicant must use all of his/her accumulated sick leave before becoming eligible for
Sick Leave Bank days.
Only those bargaining unit members who have contributed to the Bank will be eligible to
withdraw days.
Up to 30 days may be withdrawn by an individual from the Bank per school year.
a. In the event additional days are required for recovery, the Employee may apply in
writing to the administrator for an extension. The administrator shall submit a
recommendation on the request for extension to the Board of Education at the next
scheduled Board meeting. Extensions granted by the Board of Education for
additional sick leave would not be drawn from the Sick Leave Bank.
b. In the event the Employee does not need all the days he/she applied for, the Employee
shall submit a doctor's statement saying he/she is able to fulfill the duties required.
All days unused from the granted total shall be returned to the Bank.
Persons withdrawing from the Bank must leave their contributed days.
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Appendix D (continued)
3.1 A committee of 3 members of Lyncourt Teachers Association shall administer the Bank.
a. In the event an elected committee member leaves the District, a new member shall be
appointed by the president to complete the unexpired term.
b. It shall be the duty of the committee to administer the Bank and to decide who shall be
granted days and the number to be granted. The number granted shall not exceed 30
working days.
3.2 By September 10th of each year, the school administrator shall inform each Employee in
writing of the number of accumulated sick days in each individual account. (See Article
XN.A.4.).
3.3 Each member shall complete form D-l for contributions. The completed form must be
submitted to the committee no later than October 1s1.
3.4 By October 5th of each year, the committee shall submit a list to the clerk of the Board of
Education and the Administration of contributors, the number of days contributed by each
member, and the total number of days in the Bank.
3.5 When applying for sick days from the Bank, the applicant shall submit an application (form
D-2) and a doctor's statement of his/her inability to perform the required duties. The
document shall also include the estimated number of days required for recovery
(form D-3). If, after exhausting the granted days, an Employee needs additional days he/she
may reapply for the days by following the procedure in Section 2.4(a), above.
3.6 The committee shall inform the applicant and the Administration in writing concerning the
status of the application before the paYroll date succeeding the filing of the application.
3.7 By June 30th of each school year, the committee will submit a summary of all
transactions to the Board of Education and the Administration.
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FORMD-l
CONTRIBUTION TO SICK LEAVE BANK
(Employee's Name) (Date)
I
sick leave to the Sick Leave Bank.
contribute days of my accumulated
(Employee's Signature)
FORM D-2
REQUEST FOR DAYS FROM SICK LEAVE BANK
(Date)
I , request days from the L.T.A. Sick
Leave Bank for an extended personal illness or recovery. I have depleted all of my own accumulated
sick leave days. A doctor's certificate is included with this application.
(Employee's Signature)
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FORM D-3
PHYSICIAN'S STATEMENT
(Employee's Name) (Date)
I certify that will be unable to perfonn hislher
required duties from because ofto
(Date) (Date)
(Reason or Reasons)
(Doctor' s Signature)
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APPENDIX E
Teacher:
I
LYNCOURT SCHOOL DISTRICT
Classroom Observation I Evaluation Form
I
DateAdministrator:
Assignment: Probationary- Tenured (Circle one)
Lesson Objective(s):
I
Sequence of Teaching Activities:
I
For each of the criteria categories, the administrator will indicate the following:
C- Commendable S - Satisfactory SIR - Satisfactory with Recommendations UIR - Unsatisfactory with Recommendations.
. A rating of "Commendable" indicates a level of excellence in each criteria grouping and a classroom climate that
motivates and engages student in learning
A rating of "Satisfactory" indicates a general overall satisfactory competence level in each criteria grouping
A rating of "Satisfactory with Recommendations" indicates a general satisfactory competence level for the criteria
grouping with one or more recommendations for improvement or growth in a specific criteria area.
A rating of "Unsatisfactory with Recommendations" indicates an overall unsatisfactory competence level within the
criteria grouping. Specific recommendations are listed to highlight improvement and / or growth needed in the specific
criterion areas.
A list of observation criteria will also be found in the Teacher's Handbook
.
.
.
.
In the space to the right of each criterion category, the administrator may add recommendations and / or comments. Additional
space for comments may involve an additional sheet being attached to this form. If additional sheets are included with this
evaluation form, both the administrator and teacher will sign each sheet.
Criteria For Evaluation of Teachers Providing Instructional Services
The criteria to evaluate the performance of teachers providing instructional services shall include but not be limited to an annual
Evaluation of the following:
Content Knowledge: The teacher shall demonstrate a thorough knowledge of the subject matter area and curriculum
Preparation: The teacher shall demonstrate appropriate preparation employing the necessary pedagogical practices to support
instruction.
Instructional Delivery: The teacher shall demonstrate that the delivery of instruction results in active student involvement,
appropriate teacher/student interactions and meaningful lesson plans resulting in student learning.
Classroom Management: The teacher shall demonstrate classroom management skills supportive of diverse student learning
needs, which create an environment conducive to student learning.
Student Development: The teacher shall demonstrate knowledge of student development, an understanding and appreciation
of diversity and the regular application of developmentally appropriate instructional strategies for the benefit of all students.
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Appendix E (continued)
Collaboration: The teacher shall demonstrate that he or she develops effective collaborative relationships with students,
Parents, guardians, or peers as needed and support personnel to meet the learning needs of students.
Professional Development: The teacher shall demonstrate that he / she keeps accurate student records and reports, carries out
routine duties, and participates in school activities during their school day. Teachers will also fulfill
the in service or course requirements that have been mandated by New York State.
1. Classroom Management
- Clearly defmed classroom routines and
procedures
-
Appropriateness of teaching materials
-Uses established school and classroom rules
to maintain a positive and safe learning
environment
Classroom Management Rating C
2. Instructional Presentation
-Knowledge of curriculum
-Evidence of planning for sequential, coherent
instruction
-Instruction is modified to meet pupil differences
-Students engaged in learning
-Provides immediate and specific feedback
-Communicates objectives
Students actively engaged
Instructional Presentation Rating _C
3. Teacher - Pupil Relationship
-Provides prompt, appropriate feedback to students
-Positive classroom climate that supports
independent thinking
Utilizes positive reinforcement
Teacher - Pupil Relationship Rating C S
- -
4. Professional Responsibilities
-Carries out routine duties promptly
-Maintains appropriate student records and submits
reports within designated time limits ( report cards,
Permanent records etc.)
-Keeps informed of new educational techniques and
practices through inservice classes offered by the
district and through approved workshops that
fulfill requirements mandated by New York State
state requirements
Professional Development Ratin2 _C
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S SIR UIR
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Apendix E (continued)
Administrator's Post-Conference CommentslRecommendations:
Administrator's Overall Evaluation Ratine:: Commendable Satisfactory
_Satisfactory with Recommendation(s ) _Unsatisfactory with Recommendation(s)
Teacher's Signature Administrator's Signature
Date Date
Check if teacher comments are attached Check if administrator's comments are attached _
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Evaluation Areas 1 2 3 Comment
1.0 Professional Characteristics
1.1 Is Dependable, Reliable and Conscientious
1.2 Maintains confidentiality regarding student
Data and program
1.3 Works effectively with teacher{s) and staff
1.4 Interacts appropriately with parents
1.5 Is flexible in meetin2 staff needs
2.0 Rapport/Interaction with Students
2.1 Maintains positive attitude and high
Expectations for student performance
2.2 Interacts effectively with students to meet
their needs
2.3 Demonstrates initiative and flexibility in
meeting students' needs
3.0 Communication Skills
3.1 Communicates with staff, students and
others in a professional manner
3.2 Seeks direction in resolving student
management and/or instructional problems
3.3 Understands districtlbuilding/classroom
procedures and instructional duties
4.0 Professional Growth
4.1 Continues to improve skills and capabilities
4.2 Uses strategies for effective individualized
or small JUoup instruction
APPENDIX F
LYNCOURT SCHOOL DISTRICT
TEACHING ASSISTANT EVALUATION FORM
NAME: DATE:
ASSIGNMENT AREAS
Rating Code - the evaluator shall check one box:
1
2
3
Excellent
Meets District Standards
Does Not Meet District Standards (a checkmark indicating a failure to meet District
Standards requires an explanatory comment.)
Lyncourt Teachers 2002-2005 Page 39
Appendix F (cont'd)
In the event there is serious concern relative to a Teaching Assistant's performance, the District
shall identify the problem(s) and provide a prescription plan for improvement. A prescription
plan for improvement shall include:
specific areas of concern
strategies for improvement
professional resources provided by the District
timeline for improvement
Prescription plan for improvement. (Check only if needs.) DYes
Ootional- Teacher with whom the Teaching Assistant works mav include a statement.
Teaching Assistant's Signature Date of Evalutation
Administrator's Signature Date of Evaluation
Original: Personnel File Copies: Administrator(s), Teaching Assistant
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APPENDIX G
LYNCOURTSCHOOL
PRIOR APPROVAL REQUEST
GRADUATE COURSE TUITION REIMBURSEMENT
Prior approval of the Superintendent is required for a teacher, school nurse and/or teacher
assistant to be eligible for Tuition Reimbursement.
NAME Date
AREA OF ASSIGNMENT
UNIVERSITY OR COLLEGE OR
OTHER SPONSORING AGENCY
(Be specific, Le., S.U., Extended Campus, On Campus, etc.)
DATE COURSE STARTS ENDS
COURSE DESCRIPTION: If University course, include department and number, title,
FROM THE CATALOG number of graduate credit hours and tuition.)
PURPOSE FOR WHICH COURSE IS BEING TAKEN:
APPROV AL:
Superintendent
Date:
For reimbursement, this application must be completed and approved, and evidence of successful
completion of the course must be in the personnel folder. A cancelled check will be requested to
verify tuition paid. If course is not started on the date indicated, notify the District Office
immediately. A new request must be initiated to take the course in a subsequent semester.
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APPENDIX H
LYNCOURT UNION FREE SCHOOL DISTRICT
GROUP HEALTH AND DENTAL INSURANCE ADMINISTRATIVE
PROCEDURES
TYPES OF ENROLLMENT
There are two types of enrollment for which you may apply. Individual coverage. which
provides protection for yourself only; or Familv coverage. which provides protection for
yourself, your spouse, and any eligible children.
EMPLOYEE ELIGffiILITY
To be eligible for health and dental insurance coverage, you must have been hired on a
salaried basis for a minimum of fifty (50%) percent of a regularly scheduled work week
for an anticipated period of employment of at least three (3) months.
If you and your spouse both work for Lyncourt U.F.S.D., you may choose two individual
plans or one family plan, but you may not enroll in two (2) family plans.
When benefits are coordinated between two different employers who allow both parents
with dependents to enroll in a family plan, Lyncourt follows the birthday rule, which
makes the primary family plan that of the parent whose birthday falls earlier in the
calendar year.
DEPENDENT ELIGffiILITY
The following types of dependents are eligible for coverage under the District's health
and dental insurance plans:
. Spouse (a legally separated spouse is eligible for coverage but a former spouse is
not);
. Unmarried children under 19 years of age;
. Unmarried children 19 years of age or older but under 25 who receive more than
half of their support from you, the enrolled employee, and who are full-time
students at a secondary or preparatory school or college or other accredited
educational institution.
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. A dependent child whose 19th birthday occurs during the school vacation period will
continue to be covered under the plans, provided the child is enrolled in a school and
it is anticipated the child will resume full-time student status at the end of the vacation
period. In the event a dependent student is disabled and is granted a medical leave by
the school (s)he is attending, coverage will be continued for a maximum of twelve
(12) calendar months following the month in which the child withdraws from school
plus the time between the end of that period and the beginning of the next regular
semester.
. An unmarried child 19 years of age or older who is incapable of self-support by
reason of mental or physical disability and who became so incapacitated before
reaching age 19. The eligibility of such a dependent should be established as early as
possible. This should be done at the time of your initial enrollment if the child is age
19 when you first enroll in the plans. For younger children, eligibility for continued
coverage should be established at the time of the child's 19th birthday.
In this plan, the term "child" or "children" includes:
. An employee's own child or legally adopted child, regardless of the child's place of
residence or the degree of support provided;
. Any stepchild of the employee who permanently resides in the employee's home;
. Any other child supported by the employee or the spouse of the employee and
permanently residing in the employee's home, provided the support and residence
began before the child reached age 19. Residence of a temporary nature, as in the
case of an exchange student, does not qualify a dependent for coverage.
If no blood relationship (e.g., grandchild) or legal relationship (e.g., legal guardianship)
exists, the dependent is not eligible unless the employee or the spouse of the employee
provides at least 50% of the dependent's support. Where there is a blood relationship or
legal relationship, permanent residence and some degree of support (although not
necessarily 50%) are sufficient to establish eligibility.
An employee's parents are not eligible for coverage even though they may qualify as
dependents for income tax purposes.
A dependent who loses eligibility status due to age, completion of schooling, divorce, or
death of the enrolled individual who is the spouse of the dependent, shall be offered a
continuation of coverage at the dependent's cost for up to 36 months following the loss of
eligibility,except as provided in Article IX.C.
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ENROLLMENT AND EFFECTNE DATES OF COVERAGE
If an employee applies during the month he/she is first employed, coverage will begin on
the first day of that month. If an employee does not apply within that month, he/she must
wait to enroll until the next open enrollment period.
Open enrollment periods are the months of September and March of each year.
ENROLLMENT CHANGES DUE TO OUALIFYING EVENTS OR THE COVERED
EMPLOYEE'S REQUEST
Changes in your family status may make it necessary or desirable for you to change the
coverage for which you are enrolled. You must go to the Business Office and apply for
any change. It does not happen automatically.
You may request a change from individual to family coverage for one of the following
reasons:
. Maniage;
. Newly acquired dependent child;
. To provide coverage for a previously eligible but unenrolled spouse and/or dependent
child or children.
If you wish to change from individual to family coverage, you should do so as soon as
possible. Any delay in applying for such a change requires you to wait until the next
open enrollment period.
If you apply for family coverage within the month you first acquire an eligible dependent,
family coverage will become effective on the first day of that month. If you apply for the
change in coverage in advance of the qualifying event, arrangements can be made to
begin coverage on the date of marriage or the date you acquire an eligible dependent
child. If you do not apply for the change during the month you first become eligible, you
must wait until the next open enrollment period.
You may request a change from family to individual coverage at any time if you
experience one of the following events:
. You no longer have dependents eligible for coverage;
. You no longer wish to provide coverage for your dependents even though they are
still eligible for coverage. {In this case, you must wait until the next open
enrollment period if you wish to re-enroll any of your dependents.}
. You undergo divorce or legal separation. {A legally separated spouse remains
eligible for coverage.}
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LEAVE WITHOUT PAY
Coverage under the District's health and dental plans may be continued while you are on
an approved unpaid leave of absence without pay as long as you pay the entire premium
cost at the group rate. If you plan to take a leave, consult the Business Office in advance
for details on how to continue your coverage. The provisions of the Family and Medical
Leave Act of 1993 shall apply if the leave without pay qualifies for it.
For work-related disabilities, Health Insurance shall be paid in full (100% of premium)
by the District for up to six (6) months of unpaid leave after income from salary and
accumulated sick leave, and insurance benefits from the 12 weeks of Family and Medical
Leave, have been exhausted. After these six months have elapsed, the employee, if still
on unpaid leave, may remain in the health insurance plan by paying 100% of the premium
at the group rate.
An employee on work-related disability leave may remain in the dental insurance plan by
paying 100% of the premium at the group rate.
A SUMMARY OF QUALIFYING EVENTS UNDER C.O.B.R.A.
The Federal Consolidated Omnibus Budget Reconciliation Act allows an employee or
hislher dependents to continue coverage for a period of time at their own expense after
events such as the following:
. Termination of the covered employee's employment for reasons other than gross
misconduct. For retirement, see that section in these regulations;
. Divorce or legal separation of the employee from hislher spouse. {A legally separated
spouse remains eligible for coverage, but may elect COBRA if the covered employee
removes the spouse from coverage.}
. A child who ceases to qualify as a dependent under the plan requirements is eligible
for COBRA;
. Death of the covered employee, for hislher dependents.
TERMINATION OF EMPLOYMENT
Normally, when you cease to be employed by the District, your coverage will end on the
last day of the month during which employment ends. However, for ten-month
employees who end their employment at the end of the school year, coverage for the July
and August following are prepaid during the preceding school year; your coverage
thereforeends on August 31st. The departing employeemay continue coverage in
accordance with the provisions of COBRA.
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ABOLITION OF POSITION AND PREFERRED ELIGmILITY LIST
An employee whose services have been terminated due to the abolition of his/her job may
continue coverage in accordance with the provisions of COBRA.
RETIREMENT FROM SERVICE
An enrolled employee is eligible to continue coverage after retirement under the
following conditions: The employee is eligible to retire under the applicable State
retirement system, shall meet the requirements for either the basic benefit or the fully
paid benefit (set out below); and has been enrolled in whichever plan he/she intends to
take into retirement for at least six (6) months prior to the effective date of retirement.
An employee who elects to retire before being eligible to receive a retirement stipend
under the applicable State retirement system shall be vested for a maximum of five (5)
years in the District's health insurance plan if he/she has met the local requirements to
qualify. To retain coverage, that employee shall pay 100% of the premium at the group
rate until he/she reaches the age of eligibility to retire under the applicable State
retirement system. At that time, the retiree shall begin to receive one of the benefits listed
below.
. Basic benefit: For retirees after July 1, 1985 who have five (5) or more years of
service, 50% F.T.E. or more, at LYncourt School, the District will pay fifty percent
(50%) of the premium for both individual and dependent coverage for five (5) years
or until the employee is eligible for Medicare, whichever occurs. first, provided that
the number of accumulated sick days multiplied by the substitute oer diem pay is
equal to or exceeds the cost of insurance coverage. Employees may use the oer diem
value of their accumulated sick leave days as of their final year of employment to pay
their share of the premiums, until the days are exhausted. After the five-year period
or eligibility for Medicare is reached, the retiree may continue to participate in this
shared-cost plan.
. An employee who has accumulated 175 or more sick leave days is eligible to remain
in the insurance plan for the remainder of his/her life. If the employee accumulates
175 or more days but suffers a serious accident or catastrophic illness which causes
the accumulation to drop to less than 175 days, the employee shall remain eligible for
this benefit. For such employees, the District will pay 95% of the cost of the
premIum.
. Dental insurance shall be available to retirees under COBRA.
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ELIGmILITY FOR MEDICARE
When a retiree or a covered dependent of an enrolled employee or retiree becomes
eligible for Medicare, either by reaching the age of 65 or because of disability, you
should enroll in both Part A and Part B of the Medicare program. THE LYNCOURT
INSURANCE PLAN WILL NOT PROVIDE ANY BENEFITS THAT AN ENROLLEE
OR DEPENDENT IS ELIGmLE TO RECEIVE FROM THE FEDERAL MEDICARE
PROGRAM-PART A OR PART B--WHETHER OR NOT THE ELIGmLE PERSON
HAS ENROLLED IN MEDICARE. CONSEQUENTLY, TO AVOID A DRASTIC
REDUCTION IN HEALTH INSURANCE COVERAGE, IT IS ESSENTIAL THAT
EACH ELIGmLE ENROLLEE AND DEPENDENT BE ENROLLED IN BOTH PART
A AND PART B OF MEDICARE.
Bills for services covered by Medicare must be submitted to Medicare before they are
submitted to any part of the LYncourt insurance plan. The LYncourt plan will supplement
Medicare so that you and your covered dependent will have the same benefits you now
have.
SURVIVORS' COVERAGE IN THE EVENT OF THE DEATH OF THE ENROLLEE
Surviving dependent(s) may continue coverage in the District's group dental insurance
plans in accordance with the provisions of COBRA and Article IX.C of this agreement.
SAVINGS CLAUSE
In the event statutes or regulations prohibit the compliance with any provision of these
rules, the District will comply with them to the extent permitted; and the parties will meet
for the purpose of negotiating the impact of any such change.
Invalidation of any portion of these rules will not invalidate the regulations as a whole.
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APPENDIX I
Side letter of Aareement
HMO
- In the event there is an interest by either the District or the Association in making a
health maintenance organization. .HMO,- available as an alternative to the traditional
health insurance plan, the parties agree to meet to select the option. The District's
contribution to the Cost of the HMO shall not exceed the dollar amount contributed by
the District for the traditional plan.
Evaluation
In the event there is an interest by either the Distrid or the Association in reviewing and
revising the evaluation procedures currently in use for unit employees; the parties
agree to' form a joint committee to study the evaluation process and make
recommendations for change. No changes shall be adopted without the written
consent of the Superintendent and the Association President
l4 t ~ .~J _
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Hold Harmless Agreement
Hold Harmless Agreement
I certify that, to the best of my knowledge, the infonnation provided by me or by any
persons. acting on my behalf to the Lyncourt Union Free District and/or the service provider(s),
in connection with this Plan, is accurate. This includes, but is not limited to, infonnation
provided regarding my application to participate in the Plan.
I agree to defend, indemnify and hold harmless the District and its officers, employees
and agents from any claims, lawsuits or liability of any kind in connection with the Plan, which
result from the provision of erroneous infonnation or from other fault by me or by any persons
acting on my behalf, provided the District fulfils its obligations and commitments.
I agree to cooperate with the District and the service provider(s) in ensuring that the
amount which is contributed into the Plan is within the limits established by law. I understand
that, if my contributions exceed these limits, or if any other violations of the law or regulations
occur, I may be responsible for the payment of taxes to the Internal Revenue Service and/or the
State of New York. If so, this is my responsibility , not that of the District. If this
occurs because of the fault of the service provider(s), then I may seek relief from the service
provider(s), but not from the District or its officers, employees and agents.
Signature of Teacher
Printed Name of Teacher
Date
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Lyncourt Teachers' Association
Grievance ForlIl
Name of Grievant:
Term of the Agreement claimed to be violated:
Describe the Grievance:
(Please note when and where the alleged violation occurred and
who was involved.)
Describe the Redress Sough!:
Grievant's Signature:
Date of Filing:
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